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ABSTRACT 

In today’s high paced and competitive environment, the performance of an organization is crucial for its 
survival. The key contributors of an organization’s success are the employees and employee performance. One of the 
major roles managers play is increasing productivity of employees and so managers are increasingly asking themselves 
how they can stimulate their employees and thus improve their performance and contributions. Therefore, the main 
purpose of this work is to study job satisfaction of teachers from high schools in Canton Sarajevo, with regard to 
Herzberg’s two-factor theory. More specifically, it will investigate the difference between motivator and hygiene factors 
of job satisfaction and the total level of satisfaction among high school teachers in Canton Sarajevo. The tool used for 
collecting data was an adapted version of the Minnesota Satisfaction Questionnaire (MSQ) conducted on the sample of 
150 high school teachers. Collected questionnaires were analysed by using the statistical program: Statistical Package 
for Social Sciences (SPSS), particularly descriptive statistics and a range of inferential statistical techniques. The 
findings showed that nearly 84% of the variance in job satisfaction is significantly explained by hygiene and motivator 
factors. Furthermore, the study discovered that beside Salary, Status, Work conditions, Interpersonal relationship with 
subordinates and Possibility for personal growth, other hygiene and motivator factors do not significantly predict job 
satisfaction of participants. However, when individually considered, all hygiene and motivator factors significantly 
correlate with job satisfaction. 

KEYWORDS: Private and Public High Schools, Teachers ’ Motivation, Canton Sarajevo, Hygiene Factors, Motivators, 
Job Satisfaction, Job Performance & Herzberg’s Two-Factor Theory. 
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INTRODUCTION 

The phenomena of job satisfaction can be defined as “the psychological disposition of the people toward 
their work, and this involves a collection of numerous attitudes or feelings” (Schultz, D. P. (1982)). Those 
numerous attitudes and feelings are expressed through behaviour which formulates differentiation among people 
and the importance of application of various motivational factors that will increase peoples’ interest for work and 
their success. Job satisfaction became a crucial variable for long - term growth of every company around the world, 
without consideration of its sector of operations (Denga, 1996). 

Nearly every employee works with the purpose of satisfying his or her own needs or needs of their 
families, while also constantly looking for satisfaction. Besides the financial costs that are associated with turnover, 
an organization which fails in maintaining steady and capable workforce, may suffer serious consequences in the 
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form of decline in performance, customer satisfaction and employee morale, which further cause numerous costs (Brewer 
and McMahan-Landers, 2004). For both public and private high schools, as well as all other educational institutions, these 
costs translate into damage to their reputation, while also causing a large decrease in well - being of society since whole 
families suffer. The individual approaches related to the level of satisfaction or dissatisfaction vary within the scope of 
various factors, which includes salaries, fringe benefits, company policies and administration, work conditions, 
opportunities for advancement, responsibilities given at the job, recognition, etc. (Ubom and Joshua, 2004). 

In modern business, human resource management has become an important function. Namely, human resource 
management includes various forms of employee and manager interactions, which includes: planning, recruiting, 
remunerating, rewarding and termination of employment (Dessler, 2015). However, successful organizations are those that 
have reliable employees that are satisfied with their job, are willing to learn and grow and in this way permit themselves 
and the organization to be profitable. In addition, unsatisfied employees will want to quit their job and this will also cause 
the company to suffer considering that they will lose all previous investments put into that employee (Borcherding and 
Oglesby, 1977). Effective managers should also realize the importance of the human factor, because the only development 
of good motivational systems can help organizations increase their competitive ability and profitability. 

As Bahtijarevic-Siber (1999) stated, there are three reasons for the importance of motivation: 

• Improvement in productivity, efficiency/effectiveness and work creativity; 

• Improvement of the work environment in organizations; and 

• Strengthening the competitiveness and performance of the company. 

This study aims to test how Herzberg’s two - factor theory applies in the context of high school teachers that 
work in the region of Sarajevo, capital of Bosnia and Herzegovina. Therefore, the main role that job satisfaction has, in 
enhancing the performance and commitment of employees, relates to the promotion of abilities of workers to function in an 
effective way. Considering this, the study looks forward in answering the research questions listed below. 

Research Objectives 

According to the research subject, as well as theoretical and research data, the following objectives are set that 
should be achieved within the paper. The primary objective of the research study outlines: 

• To examine whether hygiene and motivator factors have an impact on job satisfaction of private and public high 
school teachers in Canton Sarajevo. 

According to the method of attaining the primary objective set above, certain specific or secondary objectives 
were developed that need to be achieved simultaneously: 

• To collect all the required information and data to evaluate the present level of job satisfaction of private and 
public high school teachers in Canton Sarajevo. 

• To examine the existence of significant difference in the level of job satisfaction between private and public high 
school teachers in Canton Sarajevo. 

• To entitle recommendations for further improvement of job satisfaction level of high school teachers who work in 
both private and public schools in Canton Sarajevo. 
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Hypotheses 

Taking into consideration the reviewed theories and other literature, especially Herzberg’s two-factor theory and 
the main objective that was set in this research, we can formulate the hypotheses accordingly. 

Hp There is a significant and positive relationship between each hygiene factor and job satisfaction of high school 
teachers in Canton Sarajevo. 

H2: There is a significant and positive relationship between each motivator factor and job satisfaction of high 
school teachers in Canton Sarajevo. 

H3: Hygiene and Motivator factors significantly explain the variance in job satisfaction of high school teachers in 
Canton Sarajevo. 

H 4 : There is a significant difference in job satisfaction between private and public high school teachers in Canton 
Sarajevo. 

Definition of Key Terms 

Key terms that are specific for this study are identified below: 

• Motivation: An inner drive, impulse, intention, etc. that causes an individual to act in a certain way, e. g. an 
incentive or goal (Webster’s New World Dictionary, 1960). 

• Job Satisfaction: Feelings of sentimental responses that a worker has about his or her job. 

• Intrinsic - Motivational Factors: Factors that are associated with the content of a job and bring job satisfaction 
(Robbins, 2001). 

• Extrinsic - Hygiene Factors: Factors that are associated with the context of a job and bring job dissatisfaction 
(Robbins, 2001). 

• School Policy and Administration: Company’s policy and administration (in this study the author used School 
policy and administration since the main object of study were High schools) represents a perception of an 
employee on whether the policies of a company he works in are good or bad, fair or not, and its influence level of 
satisfaction an employee experiences within the company. 

• Interpersonal Relations: One of job factors which includes those aspects of work that are characterized with 
establishment of interactions among co - workers and supervisor (Herzberg, Mausener and Snyderman, 1959). 

• Salary: One of fairly simple factors whose increase or decrease reflects of satisfaction of an employee. 

• The Work Itself: Hygiene factor from Herzberg’s theory, which includes feelings caused by the work, practices 
or tasks required as well as feelings related to the degree of routine and struggle of completing the task (Herzberg, 
Mausener and Snyderman, 1959). 

• Work Conditions: Includes those physical conditions that an employee experiences within his working 
environment e. g. equipment, noise, temperature, amount of work required and available amenities (Herzberg, 
Mausener and Snyderman, 1959). 
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• Job Security: The sense of having a secure job or not, significantly impacts the overall level of job satisfaction 
(Hcrzberg, Mausener and Snyderman, 1959). 

• Achievement: Includes different feelings or situations which comprise successful or unsuccessful 
accomplishment of work, resolving certain problems and seeing the outcomes of one’s efforts (Hcrzberg, Mausner 
and Snyderman, 1959). 

• Advancement: Refers to the expected or unexpected possibility of getting promoted, which could be either 
positive or negative (Riley, 2005). 

• Recognition: Acknowledgement of employee’s successful completion of work (Riley, 2005). 

• Responsibility: Degree of freedom an employee has to make decisions on his own and implement new ideas 
(Riley, 2005). 

• Possibility for Personal Growth: A chance that the employee has to progress within the organization, and it also 
includes the possibility of learning new skills and acquiring new knowledge (Riley, 2005). 

• Public School: School owned or run under the guidance of a publicly organized educational agency 
(Radojicic2012). 

• Private School: School owned or run under the guidance of a private person, organization or corporation, instead 
of a public agency (Radojicic 2012). 

LITERATURE REVIEW 

Motivation is a complex concept where job satisfaction is considered as a pivot, thus enabling for theories of 
motivation to be considered as theories of job satisfaction. The basic motivation process is established on three basic 
elements: the need, effort and reward. The need represents a state of psychological or physiological imbalance/tension that 
needs to be satisfied. The effort is an action taken to remove the tension and finally, the reward is the achievement which 
removes the tension (Ivancevich, Konopaske and Matteson, 2005). Considering this, we can compare the relationship 
between job satisfaction and motivation to the kind of connection between the famous chicken and egg concept since we 
cannot separate motivation from job satisfaction, and vice versa. An employee cannot be motivated if he or she is not 
satisfied with his/her job, while it means that if an employee experiences a high level of satisfaction with his/her job, 
he/she is also motivated towards completing that job. 

THEORIES OF MOTIVATION 

Throughout history there have been numerous developments of motivation theories which have been based on 
different assumptions and emphasize different dimensions of human behaviour. Abraham Maslow is considered to be the 
founder of the theory of motivation in which he developed the famous “Hierarchy of Needs” (Hoffman, 1988). Later, many 
other theoreticians built on to Maslow’s hierarchy of needs theory with their contributions to the subject (McLeod, 2015). 
Moreover, there are two main perspectives under which motivation can be classified and these include: content motivation 
theories and process motivation theories which will be discussed in more detail below. 
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Content Theories of Motivation 

Content theories focus on the causes and they try to determine “WHAT” motivates people. According to Stott 
(2011), content theories of motivation include: Maslow’s Hierarchy of Needs Theory; Alderfer’s ERG Theory; 
McClelland’s Acquired Needs theory and Herzberg’s Two-Factor Theory. 

Maslow’s Hierarchy of Needs Theory 



Figure 1: Maslow’s Hierarchy of Needs (Slideshare-Muezart, 2013) 

According to Maslo ((1954), behaviour depends on a person’s desire to satisfy one or more of the five basic needs 
which include: physiological needs, security needs, social needs, self-esteem needs and self-actualization. The needs are 
satisfied according to the hierarchy concept from the lowest (physiological) to the highest (self-actualization) which 
Maslow presented in a pyramid (see Figure 1.). 

Maslow’s Hierarchy of Needs Theory suggests that people satisfy their needs according to a specific order, 
meaning that when a person satisfies the basic physiological needs such as those for food and water, they cannot move up 
to the next level of needs. Therefore, the needs higher at hierarchy are not recognized until those lower are achieved. 
Moreover, when one level of needs is achieved it does not anymore provide influence on overall behaviour and this result 
with focusing on the need which has higher position in the hierarchy. 

Alderfer’s ERG Theory 

Alderfer presented a modification of Maslow’s Hierarchy of Needs in 1973, where he developed a wider model 
by adding a few more levels of needs. Unlike the original, Alderfer’s study was based on research in organizational settings 
(Pinder, 1998). The ERG theory was created by Clayton Alderfer in 1973. Namely, the ERG theory specifies three 
categories of human needs as based on Maslow’s model (Berl and Williamson, 1987): 

• Existence needs, relate to the psychological and safety needs that Maslow stated and such needs can be considered 
as material needs. 

• Relatedness needs, needs relate to the social needs of Maslow’s theory. 

• Growth needs, relate to Maslow’s esteem and self - actualization needs. 

McClelland’s Acquired Needs Theory 

Another researcher who also highly contributed to the development of content theories is David McClelland, 
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whose work is mainly a basis for numerous other researches. As Miner (2006) explains, McClelland theory is based on 
three main motives relevant for an organizational environment: Achievement needs , Power needs and Affiliation needs. As 
opposed to Maslow, who has made a distinction among any transition between needs, McClelland states that the main fact 
is that some people simply have higher needs than others. Furthermore, according to his theory, needs change during the 
lifetime since they are shaped by experience. 

Herzberg’s Two - Factor Theory 

This theory created high interest for managers and academics who were searching for techniques of motivating 
their subordinates. As stated in his work (Herzbeg, 1968), the theory is based on two assumptions: The first assumption is 
that satisfaction and dissatisfaction are not on opposite ends of the same continuum, rather they are two continuums 
associated with various factors. The second assumption included two categories of factors of motivation: intrinsic or 
motivators, which are job content factors and extrinsic or hygiene, which are job context factors (Burton, 2012, p. 10). He 
proposes that both satisfaction and dissatisfaction are initiated by diverse factors. At work, people are satisfied by factors 
that are related to the content of their work. Those are the intrinsic factors or motivators. More specifically, they present 
situational factors that refer to the job itself and include achievement, recognition, interesting work, responsibility, 
advancement and growth. On the other side, factors that cause people to be unhappy with their job are extrinsic or hygiene 
factors. Those factors are related to factors outside of the job an individual does and include company policy and 
administration, supervision, working conditions, interpersonal relationships, salary, status and security. The main 
difference between them is that hygiene factors are not related to the content, but rather in the context of job (Herzberg, 
1974). 

EVALUATION OF HERZBERG’S TWO - FACTOR THEORY 

Justification for Choosing Herzberg’s Two - Factor Theory 

Herzberg’s theory provided numerous studies done in cross - cultural circumstances, e. g. study by Sledge et al. 
(2008) done among employees of a Brazilian hotel, while also Usugami and Park (2006) studied Japanese companies in 
Korea. The empirical studies that were evaluated also showed an important fact about the two-factor theory: it is very 
diverse, meaning that it does not focus only on one group of employees or only one area of culture and its universality 
enables usage across cultures. 

Job Satisfaction and Employees from Private and Public Sector 

Asst. Prof. Dr. Renata Borges conducted a comparative study on job satisfaction among 670 professionals from 
the public and private sector in Brazil (Borges, 2013). She has found that the overall level of job satisfaction is 
significantly higher in the public sector than in the private sector. Her findings suggest that public sector workers will 
experience a higher level of job satisfaction if their salary or other extrinsic rewards are higher, as opposed to private sector 
employees who express higher levels of job satisfaction when job features such as job conditions and social environment 
are better. A. Matei and M. Fataciune used Job Satisfaction Survey on 120 full-time educational sector employees to 
measure the degree of job satisfaction among private and public high school teachers in Romania. They have found the 
biggest difference on two dimensions of intrinsic factors, particularly ‘supervision’ and ‘co-workers’, where employees 
from the private sector have shown a higher level of job satisfaction than those employed in the public sector. The overall 
job satisfaction also differed among two sectors. Employees from the private sector were ambivalent, or moderately 
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satisfied with their job in general, while employees working in the public sector showed a higher level of satisfaction 
overall. N. Ayub from the Institute of Business management, reported in her work “A Comparative Study of Private and 
Public Teachers Job Satisfaction” that it is an obvious fact that higher levels of motivation have a direct association to a 
higher level of job satisfaction. Furthermore, those teachers who have shown a higher level of job satisfaction also showed 
higher productivity levels, which further results in better achievement of students and improvement in their motivation as 
well. 

Private and Public Sector in Bosnia and Herzegovina 

Private and public sector present complementary parts of every economy and without their compatibility it is 
impossible to maintain an uninterrupted economic growth. In economies in transition, such as the one in Bosnia and 
Herzegovina, the public sector has a more important role in overall economic relations, as opposed to developed 
economies. Therefore, the public sector is more attractive to employees due to the level of security of wage payment, 
complete fulfilment and respect of positive law norms and some other factors. Within the public of Bosnia and 
Herzegovina there is a perception that the average salary in the public sector is significantly greater than the average salary 
in the private sector, which can be considered as another convenient factor for employment in the public sector. 

In undeveloped economies, where unemployment rates are normally high, the supply of labour force is 
consequently high as well, so that workers do not have the opportunity to choose among many options and thus usually 
accept the first workplace offered. The same situation is in Bosnia and Herzegovina. 

An important characteristic of the labour market in Bosnia and Herzegovina is the high level of employment in 
the public sector as compared to total employment. According to reports from the Agency for Statistics of Bosnia and 
Herzegovina, a proxy was made by using report on employment by activity from July 2016. Accordingly, in Bosnia and 
Herzegovina 40.8% of employed people work in the public sector, which is 0.6% less than in December 2015. 

METHODOLOGY 

Research Design 

The empirical investigation conducted within this study used a descriptive research. Variables directed to this 
study are centralized around the main factors identified in the literature review, particularly motivator and hygiene factors. 
The comparative study method was chosen to compare and describe the phenomena of job satisfactionand is relatively 
economical when taking into account both time and resources. Also, this choice of study method is appropriate when 
considering variables which cannot be easily distinguished and the situation itself does not allow for conducting an 
experimental study. 

Sources of Data Collection 

The authors of the paper used completed questionnaires from respondents as the primary data collection source. 
Subjects of the study included teachers working in private and public high schools in Canton Sarajevo. According to 
information retrieved from the official web page of the Canton Sarajevo Ministry for Education, Science and Youth, within 
the area of Canton Sarajevo operate 40 High Schools, including regular schools and schools for children with special 
needs. Out of this number, 4 or 10.0% are of a private ownership and 36 or 90.0% are public. This information is presented 
in Table 1 below. 
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Table 1: List of Private and Public High Schools in Canton Sarajevo 
(Sarajevo Canton, Ministry for Education, Science and Youth, 2015) 


No 

Institution (Bosnian) 

Institution (English) 

Ownership 

1 

Centarzaslijepuislabovidnudjecui 

omladinu 

Centre for the Blind and 
Visually Impaired Children 
and Youth 

Public 

2 

Centarzaslusnuigovornurehabilita 

ciju 

Centre for Hearing and Speech 
Rehabilitation 

Public 

3 

Cetvrtagimnazij a 

The fourth High School 

Public 

4 

Drugagimnazija 

The second High School 

Public 

5 

Elektrotehnickaskolazaenergetiku 

School of Electrical 

Engineering for Energy 

Public 

6 

GaziHusrev - BegovaMedresa 

GaziHusrev - Bey’s Madrasah 

Public 

7 

Gimnazij aDobrinj a 

Dobrinja High School 

Public 

8 

Gimnazij aObala 

Obala High School 

Public 

9 

Katolickiskolskicentar - 
srednj amedicinskaskola 

Catholic School Centre - 
Medical High School 

Public 

10 

Katolickiskolskicentar - 
Opcarealnagimnazij a 

Catholic School Center - 
General High School 

Public 

11 

Medunarodnasrednjaskola 

Sarajevo 

International High School 
Sarajevo 

Private 

12 

Perzijsko - 

bosanskikoledzsainternatom 

Persian - Bosnian college with 
boarding school 

Private 

13 

Petagimnazija 

The fifth High School 

Public 

14 

Prvabosnj ackagimnazij a 

The first Bosniak High School 

Public 

15 

Prvagimnazija 

The first High School 

Public 

16 

Skolazasrednjestrucnoobrazovanj 

eiradnoosposobljavanje 

School for Vocational 

Education and Vocational 
Training 

Public 

17 

Srednj aekonomskaskola 

High School of Economics 

Public 

18 

Srednj aelektrotehnickaskola 

School of Electrical 

Engineering 

Public 

19 

Srednj agradevinskogeodetskaskol 
a 

Central Building Geodetic 
School 

Public 

20 

Srednj amasinskatehnickaskola 

Secondary Technical School 

Public 

21 

Srednj amedicinskaskola 

Medical High school 

Public 

22 

Srednj amedicinskaskola - Jezero 

Medical High School - Jezero 

Public 

23 

Srednj amuzickaskola 

Music High School 

Public 

24 

Srednj aposlovno - 
komercij alnaitrgovackaskola 

Central Business - 
commercial and Trade School 

Public 

25 

Srednjaskolametalskihzanimanja 

High School of Metalwork 
occupations 

Public 

26 

Srednjaskolapoljoprivrede, 

prehrane, 

veterineiusluznihdjelatnosti 

High School of Agriculture, 
Food, Veterinary and Service 
Activities 

Public 

27 

Srednj askolaprimij enj enihumj etn 
osti 

High School of Applied Arts 

Public 

28 

Srednjaskolazaokolisidrvnidizajn 

High School of Environment 
and Wood design 

Public 

29 

Srednj askolazasaobracaj ikomunik 
acije 

High School for Transport and 
Communications 

Public 

30 

Srednjaskolazatekstil, kozuidizajn 

High School for Textile, 

Leather and Design 

Public 

31 

Srednjatehnickaskolagrafickihteh 
nologija, dizajnaimultimedije 

High Technical School of 
Graphic Technology, Design 
and Multimedia 

Public 

32 

Srednjaugostiteljsko - 

High School for Catering and 

Public 


Impact Factor (JCC): 7.3125 


NAAS Rating: 3.43 




Herzbergs Two-Factor Theory of Job Satisfaction Comparative 35 

Study between Private and Public High School 

Teachers in Cant on Sarajevo ___ 



turistickaskola 

Tourism 


33 

Srednj azubotehnickaskola 

Dental High School 

Public 

34 

Srednjoskolskicentar 
“Nedzadlbrisimovic” Ilijas 

High School Centre 
“Nedzadlbrisimovic” Ilijas 

Public 

35 

SrednjoskolskicentarHadzici 

High School Centre Hadzici 

Public 

36 

SrednjoskolskicentarVogosca 

High School Centre Vogosca 

Public 

37 

Trecagimnazija 

The third High School 

Public 

38 

Tursko - bosanski Sarajevo 

Koledz 

Turkish - Bosnian Sarajevo 
College 

Private 

39 

Zeljeznickiskolskicentar 

Railway School Centre 

Public 

40 

Privatnainternacionalnagimnazija 

“Bloom” 

Private International High 
School “Bloom” 

Private 


An official publication of the “Canton Sarajevo in numbers” was published by The Federal Office of Statistics of 
Federation of Bosnia and Herzegovina in February 2016, says that the educational sector employs 1741 people, out of 
which 1156 or 66.4% are women and 585 or 33.6% are men. Accordingly, 179 employees work in private high schools and 
1562 work in public high schools. 

Sampling Design 

The sample was chosen by applying stratified random sampling techniques. One of very important characteristics 
of probability sampling is the element of randomization, which assures that every individual from the population, as a 
potential respondent, has an equal chance of being a participant in the study (Groves, 2009). In 40 high schools of Sarajevo 
Canton, there are 1741 teachers (179 from private sector and 1562 from the public sector). Table 2 shows distribution of 
population and sample, as well as the formula for calculating sample size. 


Table 2: Population and Sample Distribution (Author’s Compilation) 


No 

School Category 

Total Number 

Population (N) 

Sample (n) 

1 

Private 

4 

179 

15 

2 

Public 

36 

1562 

135 

Total 

N=1741 

n=150 


Formula for determining sample size:n = ^ 

Based on the procedure of identifying representative teachers from both sectors, out of the total number of 179 
private high school teachers 15 (10%) were taken as representatives and out of 1562 public high school teachers, 135 
(90%) were taken as representatives. Therefore, the sample size consisted of 150 respondents from the high school sector. 
Moreover, it can be stated that a primary source was used to obtain and analyse data. 

Methods and Instrument of Data Collection 

The questionnaire was used as the most convenient method for gathering data. The first part of the questionnaire 
included development of Personal data schedule and it asked for basic information about the participants, including 
demographic information. The second part is The 1967 Long form Minnesota Satisfaction Questionnaire (MSQ), which 
was adapted and used for assessing the two factors of the population’s level of job satisfaction through 20 dimensions of 
the job which directly contribute to job satisfaction. It was developed by University of Minnesota in 1977, being widely 
used for measuring teacher’s job satisfaction in Herzberg’s dimensions of satisfaction - both motivator and hygiene. This 
questionnaire was chosen mainly because it is a renowned instrument designed particularly for measurement of phenomena 
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of job satisfaction (Wise et al., 1967). Also, it is gender neutral and it can be administered to both groups and individuals. 
Another important advantage of MSQ is its simplicity and the fact that it can be quickly and easily managed. 

Even though the questionnaire does not have a time limit for fulfilment, it is estimated that it seeks for 15-20 
minutes for a participant to complete it. However, participants of this study were given one day for completing the 
questionnaire and those who did not manage to do it within one day, received it once again. The items within the 
questionnaire were measured on a five - point Likert scale: Very Dissatisfied (VD), Dissatisfied (D), Undecided (N), 
Satisfied (S) and Very Satisfied (VS). 

Human Subject Permission 

All the participants who took part in the research were informed about the purpose of the research and usage of 
the data. All participants who voluntarily accepted to take part in the research gave their consent and permission for using 
the data they provided. 

Adaptation of Original Minnesota Satisfaction Questionnaire (MSQ) 

The original Minnesota Satisfaction Questionnaire (MSQ) was modified, making it suitable for the selected 
sample. As opposed to 100 items in the original, the adapted version contained 45 items. Further, the adapted version of the 
questionnaire was translated from English to Bosnian language by a certified court translator. This adapted version passed 
a pilot study for examination of understanding and clearance. A pilot study was conducted among five volunteers of 
various backgrounds, including different age, education and both genders. Job satisfaction of high school teachers from 
Canton Sarajevo is measured with one single item in the questionnaire. According to Wanous, Reichers and Hudy (1997), 
previous researches on job satisfaction showed that the reliability of a single - item measurement of job satisfaction is 0.67. 
The item used to be “How satisfied are you with your job in general?” High school teachers gave their general evaluation 
about their job satisfaction on a five - point Likert scale from very dissatisfied to very satisfied. 

Reliability 

Test reliability coefficients were tested using Cronbach alpha formula, showing the results of 0.803 and 0.756. 
These results made the adopted test reliable enough to be used for this study, since many methodologists recommend a 
minimum a coefficient between 0.65 and 0.8 (or higher in many cases); a coefficients that are less than 0.5 are considered 
as unacceptable. 

Table 3: Motivator and Hygiene Variables - Reliability Test Results 
(Author’s Compilation) 


Cronbach’s Alpha Coefficient 

Variable 

N - items 

a=0.803 

Motivator 

17 

a=0.756 

Hygiene 

28 


* a range: from 0 to 1 


Validity 

The official manual for Minnesota Satisfaction Questionnaire (MSQ) provides evidence that validity coefficients 
for this questionnaire vary between 0.5 and 0.7 but additional content and face validity were established through pilot 
testing. Also, a personal data sheet was used for collecting background information of participants, including age, gender, 
education, experience, earnings and marital status. 
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METHOD FOR ANALYZING DATA 


Data collected through questionnaires were tabulated in Microsoft Excel and then coded and analysed using the 
Statistical Package for Social Sciences (SPSS), version 24. Methods used for analyzing the data in SPSS included 
descriptive statistics with mean, variance and standard deviation. Correlation Coefficient Method for measuring the 
strength of association between the two variables. Independent samples t - test to find if there is a significant difference 
between job satisfaction of private and public high school teachers and Multiple Regression Model to find whether hygiene 
and motivator factors significantly explain the variance in the general level of job satisfaction. 

Descriptive Statistics 

According to Zigmund (2003), descriptive statistics refer to a process that transforms raw data into understandable 
information that is much easier to interpret. The region of Sarajevo Canton employs totally 1741 teachers, out of which 150 
participated in this research. Considering the fact that people in this region are generally not so intensively involved in 
research participation, and that even they do not like to take part in any, this response rate is found to be acceptable. 


Table 4: Demographic Characteristics of the Sample (Author’s Compilation) 


Demographic Variables 

Private School 

Public School 



Frequency 

Percent 

Frequency 

Percent 

Gender 

Male 

7 

46.7 

56 

41.5 

Female 

8 

53.3 

79 

58.5 


Under 25 

1 

6.7 

9 

6.7 

Age 

26-35 

4 

26.7 

36 

26.7 

36-45 

7 

46.7 

63 

46.7 


Older than 46 

3 

20.0 

27 

20.0 


High School 

0 

0 

0 

0 

Level of Education 

Bachelor’s degree 

9 

60 

83 

61.5 

Master’s degree 

6 

40 

52 

38.5 


Doctoral degree 

0 

0 

0 

0 


One year or less 

2 

13.3 

11 

8.7 

Tenure in Present 

2-5 years 

4 

26.7 

43 

31.9 

Occupation 

6-10 years 

5 

33.3 

43 

31.9 


More than 10 years 

4 

26.7 

38 

28.1 


Less than 600 

2 

13.3 

6 

4.4 

Basic Salary per Month 
(in BAM) 

600 - 800 

2 

13.3 

13 

9.6 

800- 1,000 

7 

46.7 

60 

44.4 

1,000-1,200 

4 

26.7 

56 

41.5 


More than 1,200 

0 

0 

0 

0 


Single 

3 

20.0 

21 

15.6 

Marital Status 

Married 

11 

73.3 

110 

81.5 

Divorced 

0 

0 

0 

0 


Widowed 

1 

6.7 

4 

3.0 


Personal Background of Respondents 

The personal characteristics of respondents are described through frequency and percentage within every variable 
- gender, age, level of education, tenure in present occupation, salary level and marital status. The results of descriptive 
statistics can be seen in Tables 5 and 6. 


An additional question was provided in a personal sheet for participants to measure the general level of job 
satisfaction, which is our dependent variable. As it can be seen from the table, it is evident that the mean score for our 
dependent variable is between three (3) and four (4), which stand for “average” and “good level” respectively. This means 


www.tjprc.ors 


editor@tjprc. org 
















38 


Senad Busatlic & Amra Mujabasic 


that majority of respondents have a fairly good level of satisfaction with respect to their job. 

Table 5: Descriptive Statistics for Dependent Variable (Author’s Compilation) 



N 

Minimum 

Maximum 

Mean 

Std. deviation 

Variance 

Job satisfaction 

150 

1.53 

4.81 

3.6831 

.65913 

.429 


Descriptive Statistics for Hygiene Factors 

The main characteristic of hygiene factors or dissatisfiers is not adding satisfaction, but rather simply preventing 
dissatisfaction and these factors are needed for motivation maintenance. These factors include interpersonal relations with 
subordinates and supervisors, working conditions, salary, job security and status. The results are presented below. 


Table 6: Descriptive Statistics for Hygiene Factors (Author’s Compilation) 


Hygiene Factors 

Private School Teachers 

Public School Teachers 


N 

Mean 

Standard 

Deviation 

N 

Me 

an 

Standard 

Deviation 

School Policy and 
Administration 

15 

3.60 

1.056 

135 

2.99 

1.096 

Interpersonal Relationship 
with Supervisor 

15 

3.80 

1.014 

135 

3.16 

1.233 

Salary 

15 

4.00 

.845 

135 

3.33 

1.058 

Work conditions 

15 

3.07 

.458 

135 

3.79 

.973 

Interpersonal Relations with 
Subordinates 

15 

4.20 

.862 

135 

3.77 

1.036 

Job Security 

15 

2.93 

.799 

135 

3.15 

.910 

Status 

15 

2.33 

.976 

135 

3.30 

1.120 


Descriptive Statistics for Motivator Factors 

The main characteristic of motivator factors is that they act as enhancers of job satisfaction and they contribute to 
increasing the level of job satisfaction, while their absence result with no job satisfaction rather than with job 
dissatisfaction. These factors include advancement, achievement, recognition, responsibility, work itself and personal 
growth. 


Table 7: Descriptive Statistics for Motivator Factors (Author’s Compilation) 


Motivator Factors 

Private School Teachers 

Public School Teachers 


N 

Mean 

Standard Deviation 

N 

Mean 

Standard Deviation 

Achievement 

15 

3.13 

.915 

135 

3.54 

1.105 

Advancement 

15 

2.67 

1.291 

135 

2.65 

.941 

Recognition 

15 

3.07 

.961 

135 

3.48 

.102 

Responsibility 

15 

3.33 

.724 

135 

3.21 

.838 

Personal Growth 

15 

2.40 

.986 

135 

2.43 

.910 

Work itself 

15 

2.53 

.640 

135 

3.24 

1.026 


Inferential Statistics 

To test the hypotheses that private and public high school teachers were associated with statistically significant 
differences in hygiene and motivator variables, a range of inferential statistics techniques were completed: Correlation 
coefficient. Independent samples t - test and Multiple Regression. Results and interpretations are explained later in the 
text. 
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Testing Hypothesis 1 

The Hypothesis 1 can be formulated in a form of null and alternative hypotheses as follows: 

• Null hypothesis: There does not exist a significant and positive relationship between each hygiene factor and job 
satisfaction of high school teachers in Canton Sarajevo. 

• Alternative Hypothesis: There is a significant and positive relationship between each hygiene factor and job 
satisfaction of high school teachers in Canton Sarajevo. 

To test the first hypothesis and check whether there is a significant relationship between each hygiene factor of 
motivation and job satisfaction, the author computed Pearson’s Product Moment Correlation in SPSS. The results of this 
analysis of Pearson’s Correlation Coefficient are obtained for the whole sample of 150 teachers and presented in a form of 
Correlation Matrix in Table 8 below. 


Table 8: Correlation Matrix - Hygiene Factors (Author’s Compilation) 



Variables 

1 

2 

3 

4 

5 

6 

7 

8 

1 

School policy and administration 

1 








2 

Interpersonal relationship with supervisor 

.57** 

1 







3 

Salary 

.82** 

41** 

1 






4 

Work conditions 

.84** 

. 68 ** 

.71** 

1 





5 

Interpersonal relationship with subordinates 

.56** 

.52** 

.60** 

.52** 

1 




6 

Job security 

.80** 

.51** 

.82** 

.71** 

. 66 ** 

1 



7 

Status 

73 ** 

.45** 

. 88 ** 

77 ** 

39 ** 

. 66 ** 

1 


8 

Job satisfaction 

29** 

. 21 ** 

.25** 

.35** 

.03* 

. 68 ** 

7g** 

1 


** Correlation is significant at the 0.01 level (2 - tailed). 
* r range between 0 and 1 


As it can be seen from the Table 9 above, all the obtained coefficients are above 0 (positive association) and close 
to 1 (perfect linear relationship). Thus, the results obtained through SPSS computation of Pearson’s correlation coefficient 
showed that all the factors from group of hygiene factors of motivation have a statistically significant positive relationship 
with job satisfaction at 99% of significance (p - value= 0.01). Accordingly, these results do not allow for support of Null 
hypothesis, and thus support the Alternative hypothesis or Hypothesis 1 which proposed that “There is a significant and 
positive relationship between each hygiene factor and job satisfaction of high school teachers in Canton Sarajevo”. 

Testing Hypothesis 2 

The Hypothesis 2 can be stated in a form of null and alternative hypotheses as follows: 

• Null Hypothesis: There does not exist a significant and positive relationship between each motivator factor and 
job satisfaction of high school teachers in Canton Sarajevo. 

• Alternative Hypothesis: There is a significant and positive relationship between each motivator factor and job 
satisfaction of high school teachers in Canton Sarajevo. 


Table 9: Correlation Matrix - Motivator Factors (Author's Compilation) 



Variables 

1 

2 

3 

4 

5 

6 

7 

1 

Achievement 

1 







2 

Advancement 

.30** 

1 






3 

Recognition 

27 ** 

34 ** 

1 
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Table 9: Contd., 

4 

Responsibility 


. 22 ** 

.76** 

i 




5 

Possibility for personal 
growth 

. 22 * 

.35** 

.80** 

.81** 

1 



6 

Work itself 

.07 

.18** 

.62** 

.62** 

.62** 

1 


7 

Job satisfaction 

.33** 

29 ** 

70** 

.36** 

.36** 

.33** 

1 

** Correlation is significant at the 0.01 leve! 

(2 - tailed' 

. 


* r range between 0 and 1 

The results that were obtained through SPSS computation of Pearson’s Correlation Coefficient show value of 
correlation coefficients which are higher than 0 (positive association) and close to 1 (perfect linear relationship). As it can 
be concluded from the data, at the 99 % level of significance (p - value=O.Oi ), all the motivator factors have a statistically 
significant positive relationship with job satisfaction. Therefore, these results do not support the Null hypothesis and 
provide support for our Alternative hypothesis or Hypothesis 2 that “There is a significant and positive relationship 
between each motivator factor and job satisfaction of high school teachers in Canton Sarajevo”. 

Testing Hypothesis 3 

The third hypothesis was formulated in a form of Null and Alternative hypotheses: 

• Null Hypothesis: Hygiene and Motivator factors do not significantly explain the variance in job satisfaction of 
high school teachers in Canton Sarajevo. 

• Alternative Hypothesis: Hygiene and Motivator factors significantly explain the variance in job satisfaction of 
high school teachers in Canton Sarajevo. 

To determine the extent to which hygiene and motivator factors explain the variance in job satisfaction of high 
school teachers in Canton Sarajevo, multiple regression analysis was performed. The model summary of the results of the 
multiple regression analysis is presented in the tables below. 

Table 10: Results of Multiple Regression - Model Summary (Author’s Compilation) 


Mode 1 

R 

R Square 

Adjusted R Square 

Standard Error of the Estimate 

1 

.921 (a) 

.848 

.836 

.26603 


(a) Predictors: (Constant), School policy and administration. Interpersonal relationship with supervisor. Salary, 
Work conditions. Interpersonal relationship with subordinates. Job security. Status, Achievement, Advancement, 
Recognition, Responsibility, Possibility for personal growth. Work itself 

Table 11: Results of Multiple Regression - ANOVA (Author’s Compilation) 



Mode 1 

Sum of Squares 

df 

Mean Square 

F 

Sig. 

1 

Regression 

Residual 

65.028 

11.677 

11 

165 

5.912 

.071 

83.529 

.000 (a) 


Total 

76.705 

176 




(a) Predictors: (Constant), School policy and administration. Interpersonal relationship with supervisor. 
Salary, Work conditions. Interpersonal relationship with subordinates. Job security. Status, Achievement, 
Advancement, Recognition, Responsibility, Possibility for personal growth. Work itself 

(b) Dependent Variable: Job satisfaction 

From the Table 10 we can see that R=0.921 (range is between 0 and 1), which presents the correlation that 
independent variables have with the dependent variable, after we consider all the inter - correlations. The R Square of 
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0.848 (Range is between 0 and 1) is the explained variance in job satisfaction by independent variables. For an R square of 
0.848 we can say that the model explains 84.8% of the variations in real life and so the model is a good model. 

Table 11 shows the results of ANOVA test, from which we can see that the F value is 83.529, which is significant 
at 99% of significance. High F - value means that there is more chance of rejecting the Null hypothesis. Further, 
significant tells us the confidence level (1-sig) of accepting the alternative hypothesis. Accordingly, since sig=0.000, we 
have 1-0.000=1; we are 100% confident that the alternative hypothesis is accepted. Therefore, according to these results, 
we can draw a conclusion that 83.6% of the variance in job satisfaction of high school teachers is significantly explained 
by hygiene and motivator factors. Hence, this conclusion does not support our Null hypothesis and provides support for the 
Alternative hypothesis and Hypothesis 3 that “Hygiene and Motivator factors significantly explain the variance in job 
satisfaction of high school teachers in Canton Sarajevo”. 


Table 12: Results of Multiple Regression - Coefficients (Author’s Compilation) 


Mode 1 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t 

Sig. 

B 

Std. Error 

Beta 

B 

Std. Error 


(Constant) 

.485 

.183 


2.654 

.009 


School policy and 
administration 

.130 

.078 

.137 

1.677 

.095 


Interpersonal relationship 
with supervisor 

.032 

.061 

.038 

.522 

.602 


Salary 

.567 

.104 

.618 

5.449 

.000 


Work conditions 

.331 

.065 

.426 

5.089 

.000 


Interpersonal relationship 
with subordinates 

.244 

.056 

.247 

4.347 

.000 


Job security 

.193 

.111 

.198 

1.657 

.059 


Status 

-.340 

.067 

-.418 

-5.036 

.000 


Achievement 

.032 

.062 

.027 

.516 

.606 


Advancement 

.029 

.063 

.041 

.512 

.604 


Recognition 

.198 

.114 

.205 

1.729 

.086 


Responsibility 

.106 

.056 

.120 

1.879 

.062 


Possibility for personal 
growth 

-.473 

.064 

-.579 

-7.332 

.000 


Work itself 

.083 

.044 

.088 

1.904 

.059 


The next table that was computed as a part of Results of Multiple Regression (Table 13below), allows for drawing 
a conclusion which of the titled independent variables influence the most variance of job satisfaction of high school 
teachers in Canton Sarajevo. 

As it can be seen from the column of Standardized Coefficients and results of Beta, we can conclude that the 
independent variables that are significant at 0.01 level of significance are only Salary, Status, Work conditions. 
Interpersonal relationship with subordinates and Possibility for Personal Growth (p - value= 0.000<0.01). 

Therefore, according to these results we can say that when other variables are controlled, only Salary, Status, 
Work conditions. Interpersonal relationship with subordinates and Possibility for Personal Growth show significant 
correlation with the general level of Job satisfaction. 

However, when the author tested Hypothesis 1 and 2 (Tables 8 and 9 above), it can be seen that when they are 
considered individually, all hygiene and motivator factors showed significant correlation with job satisfaction. We may 


www.tjprc.ors 


editor@tjprc. org 

























42 


Senad Busatlic & Amra Mujabasic 


conclude that there is a contradiction with the results of multiple regression. 

This situation is possible, because when we employ multiple regression, the variance that the first independent 
variable has with dependent variable can intersect with variance which is distributed between the other independent 
variable and dependent variable. Thus, the first independent variable is no longer universally predictive and would not 
show up as being significant in analysing multiple regression. Therefore, according to this research results, beside Salary, 
Status, Work conditions. Interpersonal relationship with subordinates and Opportunity for personal growth, all other 
hygiene and motivator factors do not present a significant predictor of job satisfaction. 

Hence, since out of 13 independent variables, only five of them showed significance, we cannot support the 
Alternative hypothesis or Hypothesis 3, while Null hypothesis which states that “Hygiene and Motivator factors do not 
significantly explain the variance in job satisfaction of high school teachers in Canton Sarajevo” is supported. 

Testing Hypothesis 4 

The fourth Hypothesis is stated in form of null and alternative hypothesis as follows: 

• Null Hypothesis: There is no significant difference in job satisfaction between private and public high school 
teachers in Canton Sarajevo. 

• Alternative Hypothesis: There is a significant difference in job satisfaction between private and public high 
school teachers in Canton Sarajevo. 

In order to test whether there exists a significant difference between the two groups of high school teachers in 
Canton Sarajevo, the independent samples t - test was computed. Results obtained from this SPSS analysis are shown in 
the tables below. 

Table 13: Results of Independent Samples t - test: Group Statistics (Author’s Compilation) 



High School 

N 

Mean 

Std. Deviation 

Std. Error Mean 

Job satisfaction 

Private 

15 

3.7986 

.68821 

.07249 

Public 

135 

3.5169 

.56471 

.06121 


Table 14: Results of Independent Samples t - test: Equality of Means 
(Author's Compilation) 



t 

df 

P 

Job satisfaction 

4.231 

175 

0 .000<0.01 


As it can be seen from the tables, the difference in mean value of 3.8 and 3.5 with a standard deviation of 0.7 and 
0.6 for teachers in private and public high schools of Canton Sarajevo is significant at 0.01 level of significance (t (175) 
=4.23, p-veiluc=().()()()<(),0 \). Such results provide enough evidence to not support the Null hypothesis and to support the 
Alternative hypothesis or Hypothesis 4 that “There is a significant difference in job satisfaction between private and public 
high school teachers in Canton Sarajevo”. 

Summary of Results 

At the end of this part which evaluates and discusses results of the SPSS analysis, a summary table is presented 

below. 
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Table 15: Summary of Results (Author’s Compilation) 


Hp There is a significant and positive relationship between each hygiene factor and 
job satisfaction of high school teachers in Canton Sarajevo. 

Supported 

H 2 : There is a significant and positive relationship between each motivator factor and 
job satisfaction of high school teachers in Canton Sarajevo. 

Supported 

H 3 : Hygiene and Motivator factors significantly explain the variance in job satisfaction 
of high school teachers in Canton Sarajevo. 

Not 

supported 

H 4 : There is a significant difference in job satisfaction between private and public high 
school teachers in Canton Sarajevo. 

Supported 


CONCLUSIONS 

The main focus of the study was to conduct a comparative analysis on job satisfaction between teachers who are 
employed in private high schools and public high schools of Canton Sarajevo. Furthermore, the whole study was based on 
the analysis of applicability of Herzberg’s two-factor theory of job satisfaction. The study sample was selected by using 
stratified sampling methods and it consisted of 150 teachers who work in both private and public high schools of Canton 
Sarajevo and who voluntarily accepted to take a part in the study. 15 teachers worked in private high schools (10% of the 
sample) and 135 teachers worked in public high schools (90% of the sample). Data for the study was collected by using a 
questionnaire, particularly the Minnesota Satisfaction Questionnaire (MSQ) was adapted for this purpose. Also, 
preparation of data collection passed a pilot study to ensure that it is suitable and reliable for different age groups, 
occupations and experiences. Besides the questions from the MSQ, participants were asked to fill in a personal sheet which 
included some basic personal information: gender, age, education, tenure in present occupation, basic salary per month, 
marital status and the level of job satisfaction in general. The analysis of collected data included tabulation in MS Excel 
and analysis in the Statistical Package for Social Sciences (SPSS), Version 24. The results of the descriptive statistics 
reported the existence of differences between mean scores of hygiene and motivator variables for private and public high 
school teachers. The main objective of this research aimed to find out the impact that hygiene and motivator factors have 
on job satisfaction of high school teachers in Canton Sarajevo which was stated in the first three hypotheses. According to 
the results presented before, we can draw a conclusion that the first objective of this study was successfully and 
comprehensively accomplished. 

One of the secondary objectives of the research was to evaluate the present level of job satisfaction among high 
school teachers which was achieved through usage of a single-item method, where participants were asked the additional 
question on their general level of job satisfaction. The other secondary objective was accomplished through testing 
Hypothesis 4. 

Furthermore, the author wanted to examine how the results can be understood and used for improvements in areas 
where participants showed the highest dissatisfaction. School directors and Ministries can use the recommendations 
delivered from the study results to initiate steps that will increase satisfaction of high school teachers in Sarajevo Canton. 

• Since the results showed that opportunity for personal growth significantly predicts job satisfaction, responsible 

agencies and Ministries should implement more on-the-job and off-the-job trainings which will constantly 
improve the knowledge and skills of teachers and keep them updated to modern techniques. Already existing 
seminars and workshops should be taken to the next level and allow teachers to constantly develop and improve 
themselves. 
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It is extremely important that every person who achieves a certain goal, gets recognition for it. The same applies 
for the educational sector. Teachers who fulfilset goals and who participate positively in improvements of the 
school environment should receive awards and recognition. This is not necessarily a financial award, but even a 
small verbal praise in front of colleagues is motivating. 

Quality management is important in every aspect of the society. Therefore, every educational institution should 
develop appraisal elements in advancement and salary, which will be dependent on performance. 

Also, it is very important to periodically undertake employee satisfaction surveys to receive a right picture of how 
satisfied employees actually are. 

Finally, for successful performance of both teachers and students, every teacher must have sufficient working 
conditions and resources for work. 

In the modern business environment, the staff has become the most important factor in productivity and in 
achieving competitive advantage. Forces of production such as land, material capital and physical labour that were the 
main competitive factors used in the industrial age are now being replaced by science, knowledge and ability, creativity 
and intellect of the people. These new competitive factors are fit for the 21st century since it is characterized by a modern 
information age. Nonetheless, such factors still exist in companies and represent an essential part of business processes. 
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